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DIGEST OF A POLICY STATEMENT ON EXECUTIVE DEVELOPMENT 

(Submitted to the CSC to Meet Reporting Requirements in 
the Guidelines for Executive Development in the Federal Service), 


Basic Co nside rations 


in a Personal Developm e ntal Progra m 


It may he conceded that cream rises to the top and so do people, of 
recognized superior ability. There is no assurance, however, that ran- . 
dom exposure 'Of employees to training courses and assignments will pro- 
duce the best qualified and seasoned candidates for the more senior 
positions. Moreover, conclusions about the potential of specific indi- 
viduals must be constantly re-examined as they move up in the hierarchy. 


The Agency should guard against development for development sake, 
arousing personal expectancies that cannot be met. It should simulta- 
neously move on two fronts: develop the more gifted for higher posi- 
tions of managerial responsibility and develop people in the skills they 
will need in their current positions or in jobs of higher responsibility 
below the executive level. . . 


Specific developmental actions in individual cases should fit organ- 
izational needs, as seen by' Deputy Directors and career service offi- 
cials. 


Executive and Pre-Executive Development 

Executive development is a dual process: planning the improvement 
of individuals who have already become executives (supergrades in the 
Federal Government) and developing designated mid-officers and senior 
officers who have the potential to be executives. 

Executives can materially benefit from formal internal and external 
training experiences, but their utilization and development chiefly de- . 
pend upon periodic reviews of their effectiveness. Uninterrupted tenure 
of executives for years in one job or place can be counterproductive, 
despite the expertise gained on the job. The practice frequently observed 
in the business world of annually examining the status, current usage 
and prospective usefulness of each individual could be applied productively 
within the Agency. 

■fiV.rYv^.rrf. > Central to an effective program of executive development is the 

identification and personal development of well-qualified mid-career and 
senior officers in the Grades GS 13-15. Many promising employees at 
these grade levels have spent most of their careers acquiring substantive 
expertise. More often than not, they have experienced over the years a 
number of assignments and training courses; but their past preoccupation 
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with substance causes the mid-career stage to be a critical time for them 
to obtain a fairly comprehensive view of managerial skills and principles. 
Since instruction and experiential learning in the informational, mana- 
gerial arid behavioral sciences are among OTR's capabilities, formal training 
is a valuable resource at this time in their development. Closer linkage * 
of training and personal development, therefore, becomes a key element in 
future Agency planning. 


Career Services to Implement Individual Development 


The Agency has several functional career services formally consti- 
tuted to competitively review all employees under their jurisdiction with 
respect to promotions, assignments and developmental opportunities. These 
units are directly responsible to a career service head who is also a senior 
operating official, and career service heads are directly responsible to a 
Deputy Director of the Agency. Ca.reer service boards and panels, comprised 
of Agency executives and operating officials, make the competitive reviews 
and decisions alluded to, and supportive personnel -- career management 
officers, personnel officials, training officers and other supportive or' 
staff personnel — are designated to help boards and panels; meet regularly 
with careerists to discuss their personnel needs and -interests; and to imple- 
ment specific decisions or actions of the career service boards and panels. 

The Agency will rely upon the career services to periodically evaluate 
the potential of ca-reerists within their jurisdictions for executive posi- 
tions and to- specify individualized developmental training and assignments 
for those concerned. We are confident .that this process of individualized 
review and planning can better achieve the purposes of the Agency and the 
Federal Guidelines than the development of individual career plans in a 
form or document, fin earlier years, the Agency extensively experimented •• v 
with elaborate individual career plans and found them to be largely un- u- :.: 
successful.) 

The career service heads and members of the career service boards and 
panels are links between supervisors and the Agency's top executives. This 
linkage of line officers — supervisors, career service officials, Deputy 
Directors, Executive Director-Comptroller and the Director — will be an 
important factor in insuring the uniform and responsible implementation of 
policies decided upon by the EMRB (consisting of the Executive Director- 
Comptroller and Deputy Directors). 


Systematic Agency-wide Efforts for Identifying Executive 
Candidates; Individual Personal Development; and 
Use of Training Resources 


To accomplish the essentials of an improved developmental program and 
to achieve the principal features of the Federal Guidelines for Executive 
Development, the Agency needs to systematically engage in the individual 
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planning of developmental training and assignments for employees with 
executive potential. 

Specific developmental programs of the career services should he 
tailored to their individual needs and problems, but certain common ap- 
proaches arid criteria should, be observed by all in order to assure the 
success of the developmental effort and to achieve Agency-wide objectives. 
Each career service should project the amount of upward movement in the 
future and examine the capability of promising careerists to fill positions 
of responsibility in Grades GS-15 and above. Thereafter, each career serv- 
ice should establish specific training, assignments and other planned, 
developmental activities for each careerist identified for executive de- 
velopment. In identifying assignments and training, effort should be made 
to fill observable gaps in the career experience of individual employees 
and to determine means of overcoming relative weaknesses in the skills and 
abilities of otherwi.se well- qualified employees with executive potential. 
Each career service should be encouraged to establish general norms or 
guidelines covering the preferred kinds of training and assignments that 
would be most beneficial in furthering the development of executive can- . 
didates. 
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CAREER SERVICE MODEL FOR DEVELOPMENT OF PERSONNEL GENERALISTS IN SP SERVICE 

(Applicable to Profess i onals with Potential for Development) 

* __ __ . . 

. ' 

GENERAL NORMS (For Guidance Only) - 


1 • ACADEMIC BACKGROU ND 

CT OR COLLEGE GRADUATE (OR EXPERIENCE EQUIVALENTS) 

Major In Admin., mgt. , or social sciences 
2 . TRAINING , 

A. OIH 

1 . Core Courses 

2. Trends and highlights 

3. ADP ORIENTATION 

B. Exte rnal (for selected employees) 

1. Personnel mgt. (e.g., position classification; employee relations); organizational 

i, ■ development; psychology; behavioral theory; systems analysis; statistics 

2. Topical or technical training in specialized personnel subjects (e.g., AMA 

, Seminars) 

C . Within OP 

1. Attendance of personnel careerists at OP orientation briefings; monthly meetings 
of SP Skills Development Program 

2. Participation of new professional careerists In OP On-The-Job Training Program ; . ■ 
i! 3* DESIRED AGE LEVEL PROGRESSIO N 

Assignment or readiness for assignment by age 40-45 to OP key position (or approximate w- 
equivalent) 

4.. NORMAL JOB PROGRESSION 

A. Initial (1st three years of entry in SP Career Service ) 

j.-- .■ ■ One- or two-year assignments, as practicable, in OP central units (e.g. , PMCD, SPQ,o, „ t 
CD and BSD) 

B. Ml d-Profess i c wal (eetwef.n 3 and years from entry in SP Career Service ) __ - 

1 - vr 1. Three or more assignments to specialist jobs in central OP or generalist personnel. 1 

> ■: JOBS IN COMPONENTS DURING NEXT 3 - 1 5 YEARS. ( SP ASSIGNMENT OBJECTIVE: 3 YEAR TOURS. 

INSIDE AND OUTSIDE CENTRAL OP WITH ONE OR TWO EXTENSIONS OF ONE YEAR CONSIDERED 
UPON REQUEST.) 

2. Assignment to a component by end of 6th year unless employee is expected by SP 
Career Service to indefinitely continue in future as technical or functional 
specialist in central OP. 

3. By the end of 14th year, employee has served 2 or more years in a staff or advisory 
capacity; in a planning or research position; or in a position requiring consider- 
able TIME TO BE SPENT IN SUCH ACTIVITIES. 

5 • STRONG EVALUATION IN FOLLCM I NG PERSONAL SKILLS AND ATTRIBUTES 

Responsiveness in supportive role to 
Agency Officials 

Effectiveness in personal dealings 
Imagination and originality 
Self rel i ance 
Drive 
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Getting things done 
Thoroughgo 1 NG 
Writing ability 
Verbal effectiveness 
Pleasing personality 


I 

» 


Approved For Release.2001/03/05 : CIA-RDP82-00357R000800220003-1 



STR ONG EVALUATION IN FOL LOWING MANAGERIAL SKILLS 

* 

Mature judgment 

Anticipation of consequences of prospective 
actions 

Perception of things that need to be done 
Ability to delegate * 

Effectiveness in management of office 


Substantive aspects of personnel activities 
Current personnel objectives, goals and developments 
Personnel trends and future problems 

3 . QUAL IJFY I NG _E XPEJRIE N C E IN A MA J ORITY OF FOLLOWING : 

Personnel research/ staff work 
Benefits and services 
Salary and position mgt. 

Personnel staffing 
Personnel transactions 
Records control and management 
Line personnel mgt. in components 

C. Desirable experien ces (not norms) 

Overseas operations and support - 

Headquarters activities related to personnel processing mgt. (e.g., training, cover, 
travel ) 


Representational and communicating 
SKILLS 

Planning ahead^ 

Capacity to influence others (sub- 
ordinates, peers, superiors) 
Supervisory skill (including develop- 
ment of subordinates; maintenance 
morale and loyalty) 

Decisiveness 

FAMILIARITY WITH PER SONN EL WORK 
A • Good understan ding of following; 
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